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PREFACE

The second of a series of regional civil rights conferences spon-
sored by the U.S. Commission on Civil Rights was held in Bastan,‘
Massachusetts, September 22-24, 1974. Participants came from the
six New England States and numbered over 100. TFor the most part,
they were staff members of State and local governmental agencies in
the fields of civil rights, women's rights, and human relations.

vhac follows is a report of the proceedings of that conference,
Ma jor presentations are included with only minor editing; workshop
sessions and specidl interest semimars are summarized. Every care
has been taken tg be faithful to the views expressed by speakers
and participants alike, The rich contents of after-hour, informal
discussions rest in the minds of those who participated in them
and canngt be included in this report,

The content of the report does ﬂétkn53355afily reflect the
position or policies of the Commission. Nor gbﬂuld_it, for this
would sfifle the very thing one hopes from a ;gﬂféteﬂtéi the free
Elow of ideas and information., Further, the Commission is charged
by law '"'to serve as a national clearinghouse for information in

N - . it .
réspect .o denials of equal protection of the laws because of race,

color, religion, sex or national originm..."
Wwhile primarily intended for conference participants, the

Commission,and its staff, this report will be made available, on

a limited basis, to others who might find it useful.
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These cenference proceedings were prepared by Frederick B. Routh,
Director, and Everett A. Waldo, Assistant Director, of the Special
Projects Unit, Office of the Staff Director, U.S. Commission on

Civil Rights,
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INTRODUCTION

Each of the regional civil rights conferences of this series,
sponsored by the U.S., Commission on Civil Rights, is tailored to
the ﬁeads of the region in which it is held. This is accomplished
by haviﬁg Commission staff members go to the region to meet with
Tepresentatives of State and local agencies, the Commission's
State Advisory Committees, and its regional staff to actually
plan the cénféféﬂze. |

In planning the New England regional conference, a dozen
persons from the area met with Commission staff in a 2-day
session. Out of that effort came three main topics which would
be addressed at the conference: impacting equal opportunity in
public employment, strengthening State and local agencies, and
improving relationships among those agencies and between them
and this Géﬁmiséigﬂ and other Federal agencias. The Plgﬁning
group chose as a title or theme far‘this conference: ''Making
Public Employment a Model of Equal Dppﬂftuﬁity_“

While the planning process determines the conference content
and influences the design, the Gammissién and its staff assume
the respansibiliﬁy Ear the implementation and, also, the success
or Eéilute of the conference.

The conference, in addition to general sessions, workshops,
and special interest seminars, had "State caucuses." These pro-
vided a common meeting of all persons from a givenZState, enabling

them to get to know each other, share expectations, evaluate the

conference, and plan followup activities,

8 .
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This feature has proved sufficiently valuable that it has become an
integral part of conferences sponsored by the Coymmission.

Another important feature of Commission-sponsored conferences
is the provision of an information and resources center. This is
a collection of publications, resource and reference materials,
annotated bibliographies, and other materials related to the
conference theme and to civil rights and women's rights organizations
and activities. Some of the materials are for on-the-spot reference
only; others are provided by the C@ﬁmissian and Dthéf‘gQVEfnméntET
and private organizations for frée distribution to conference
participants. The center is kept aﬁéﬁgexéepﬂ when meatiﬁés are
in session. Conference evaluation sheets rate this feature as one
of the most valuable and popular.

A conference does not end with adjournment Or when the
proceedings are published. Its influence is Felt for some time
because of new relationships among participants and because of new
program ideas they learned. Followup activities flow best from
a conference if it is understood that they are expected. Contact
and correspondence with participants, in the months following the
New England conference, indicate the validity of this concept.

It is hoped that the publication of these pfﬁeéédiﬂgs;anﬂ.théif
distribution to participants in the New England region, will kindle
anew the f&lati@ﬁships, awareness, and knowledge developed at the

conference.



PUBLIC EMPLOYMENT AND EQUAL OPPORTUNITY

Keynote Address by Arthur S. Flemming, Chairman
U.S. Commission on Civil Rights

I am indeed very happy to have the opportunity to come to
Boston and participate in this conference. I like the theme selécted
by those who developed the plans for this canferencé,tﬁe civil
rights leaders in the New England region.

When we talk about making public employment a model of equal
opportunity, we are sayiég,iu effect,that those th have the respon-
sibility for devising and implementing policies for publie émplaymant
have an obligation to set the pace in the area of equal employment
gppgrtuﬁiéy_ Personally, I believe that this is the case. Public
bodies should have affirmative action programs in operation that are
getting results. At times it is alleged that public appointing
officers are at a disadvantage in this area because of alleged
built=in conflicts between affirmaﬁive action and the civil service
isyétem. As one %ﬁaxhad the privilege of serving for 9 vears as a
member of the U.S. Civil Service Commission and who now has the
opportunity of serving as a member of the Civil Rights Commission,

I have jotted down some notes on the relationship between affirm-
ative action programs and the civil service system ngehzl wauli
like to share with you,

My first note is this: Civil service systems are not an end;
Lthéy are a means to an end. They help to provide this Nation with

a strong government capable of implementing the basic principles




. _regulations designed to make it possible for the system to -serve~

el w

incorporated within the Constitution of the Umited States. Whenever
the basic concepts incorporated in a civil service system or the
methods for operating the system are in conflict with this end they
must be changed.

For example, the present clvil service systam as it was operating
prior to World War II was incapable of contributing to the objectives
of helpigg the Federal Government to wage the war. Suddenly the
Federal Government was faced with the necessity of conducting positive
recruiting programs which would provide rapidly expanding agencies
with qualified persons in the shortest possihle period of time.

New concepts, new policies, and new methods of operation replaced
concepts, policies, and methods of operation that had been evolving
since 1883, when the Civil Service Act was passed, The new approaches
were reflected in war service regulations under which persons appointed
to the Federal service were given war service appointments.

Lf these steps had not been taken, the ¢ivil service system would
have been set aside by the Congress. Persons inside and outside of
Gavernmentiwguld not have tolerated a situation where a civil service
system was inéerferring with the Government's ability to prosecute the

war. After the war, the war service regulations were replaced by

peacetime objectives,
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“biagseéd.” Criteria which are nérmally followed in the -selection of
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My second note is this: Our Nation has failed to provide
many of our citizens Vith-£hé equal opportunity of enpl oyment
guaranteed them under the Constitution of the United States. This
finding has been documented, of course, by public and private bodies,
including the United States Commission on Civil Rights. Through
the Executive orders, legislation, and the decisions of the courts,
we have expressed in racent yvears our determination to remove this
cancerous growth.

My third note is this: -If this cancerous growth is to be
removed, public appointing authorities under the leadership of
and with the assistance of their clvil service commission must
develop and implement affirmative action programs. Inventories
must be taken to determine whether in our public agenciesz there
are fewer members of minority groups or women in each major job
classification than would be reasonably expected by thedr avail -
ability within the designated recruiting area, Where under-
utilization ié determined to exist positive recruiting Pprograms

must be undertaken to add minorities and women to the pool of

“applicants. Tests and other employment cxiteria must be validated

to insure that they are both job related and not cul turally
persons f[or jobs [rom aééng appl icants who have been rated qualified

must be broadenad to dnclude the comnsideration of women and nembers

. of minority groups with the end in view of eliminating existing

imbalances.
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of mgrrﬂ:ers x:;E ,‘m ,ar;ty groups and yomen in SPE;‘lfLEd Job ca*tegaries .

Hy fﬂul‘th ‘note is this: Cdvil service sys tems must be judged on . o

‘ths.bagls t:f thez_r suc:esg in bi‘it‘;glng about the installatieon and

effe;;ive implgmentatiéngf equal employment actionm progzims, Where-
EVE:I' a ;ivv:i-l se_rfif;é sys.tam i @paiating in such a nagnex as to result
li‘nj;__‘ﬁfx;cler,\;ti‘liza tion' of minorities and women. in specified job categories..

it “is contributing to the veakering rather than the s erengthending

L our form of government. Tt is helping to_ wndermine the basdc. ...

corcept  of equal opportunity which has been imbedded £n the Comstitwtion

of the United States. It is depriving members of minority gmuﬁs "
‘and women of the opportunity of earning a livelihood. It is depriving -
in_x?r'ii:g; groups and women wher are dependent on the sexvices provided )

C by goﬁe,iqnment. of the opportunity of having their needds intEfpr—éta-d

'j%air:E’iin governmeﬁt by members of their own grows, persons who truly

ndérstsnd ‘the worlds in which they live, The United States Suprena

: ﬂﬂnu:t has inada it clear that, unless justified by business necessdty,

aqstigln;si;;?ly. objective criteria for employment dinside or outside the

<ivil service .system are diseriminatory if they result in a zelatdve

: vé:liéédvaﬁtage for minority persons and are, thexefore,in coxnfldet
“sith the Constitution.
My fifth note is this: Whernever it is deternined that these |s

@i wanlex-itilization of minorities or women in ma jor job classifications

Enanagency within a public jurisdiction, the cdvil service commissfon
of eht - jurisdiction must toke the lead-in bringing pewsorme i

prctices into line ‘vith the Constitution of the nited Stites. The




_c::urilx se‘rv;ce cc:m:.ésit:n must rnsure thai; an- lﬁ\?entary 15*'1:3&2]1“ to
deterrﬁine whether chare are fewer memhars of rnin.ﬂflty groups or wgmén
];t‘l éat;:'h rn.gajx:r jc:b classification than W‘Quld be reasonably E}Epaﬂtﬁd
”»»fv~byﬁtha:ir availability within the designate& fecfuiting area, The
camissiéﬁmnst take the lead in the conduct of positive recruiting

programs designed to add minority groups and women- to the pool of

’rlmants. ‘The civil service commission must see to it that tests

and other employment criteria are validated to insure that they

%ﬁ:‘""-‘ﬁéféii"’b/G th™ job reldted and fmt“l:ul turally biased. "This, I believe,” ~

is one of the mést irrréﬁ:fi:aﬂt obligations confronting a civil service
commissionr, If it does not reaggﬁisé and accept and discharge l;ihis
leigati@ﬁ, discrimination and underutilization will continue to be
‘on parade in its jurisdiction under the cloak of objectivity.

Algo, the civil éérvice commission must set the criteria Eét:

~ selection of qualified persons for jobs so that appointing officers
a?e provided with discratio;nl of making selections which will contribute
to gnriii’ng the underutilization of members of minority groups and
women. Civil sexvice systems, some statements to the contrary notwith-
:Sﬁéndif;gg have always Dpérated in such a manner that the caﬂdidaﬁes'

: perso,nalitj, disposition, and specialized experiences have been
permitted to enter into the final decision by the appointing officer.
The civil service commission must see to it that the appointing
officers not only can but must exercise their judgment in such a

5 =

manner 4s to contribute to the success of affirmative action programs.

ERIC
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~ -The-civil service commission must insist upon goals and timetables
~ becoming a part of affirmative action programs, must be willing to
‘monitor progress or lack of progress toward attainment of goals

,,Witﬁiﬂ the established timetable and, whenever it determines that

prggfess 1s not being made, must be prepared to submit and to follow up
on recommendations for remedial action to the executive heading the
jurisdiction it serves,

A civil service commission and the civil service system which

“it administérs must, it seems Eo me, do all of these things if it

1s to achieve what should always be the overall objective of a eivil
'service system, namely, the strengthening of our form of government,
parﬁiguiarly in terms of creating the capability for implementing
iights guaranteed by the Conmstitution. A eivil geivice commission

or a civil service system which does not measure up to such a standard
of performance should be set aside. The question is not whether

an affirmative action program can survive within a civil service

system but, rather, whether a civil service system can survive with-

2

" out demonstrating its ability to make whatever changes need to be

made in order to make it possible for the constitutional principles
incoxporated in an affirmative action program to become a reality .
in the light of our day,

I believe in the concepts undérlying our civil service system,

That is why during World War II the United States Civil Service

Commission did everything possible to adapt the system to the needs

of the Nation. This is why I want to see everything done that can
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. be :,ét}ﬂa tademg:ﬁst:rate thgg‘ééday's civil service system can become a
~vigorous-ally -in the czusadg-fafmequal emyléyﬁem; opportunity K
in which many of us are engaged. We must never lose sight of the
fact, however, that the end to be achieved 18 equal ampléjmgnt
opportunity and that civil service systems must always be regérded
as one of the means for achieving the end.

My sixth and f:il,ﬂa]j note is this: Public civil rights agenc‘;iés |
a,vt all levels of government are in a position to make signifigant
-contributions- to-the objective of making public-employment a model ~ - - ;":“'
of équal opportunity, They can conduct studfes and hold ,he.arings" : ,, .
to deta%ﬁfﬁe to what extent there is an underutilization of members
of minority groups and women in job classifications within the public
bodies within their jurisdictioms. They :?iafl determine the reasons
for this underutilization. They can call for, monitor, and asséss-
affirmative action programs within the public agencies within their -
respective jurisdictions, o

The emphasis Should be on affirmative action programs within
‘each of the public b@diés within a jurisdiction and on the progress
or lack of progress in implementing those affirmative action p:ggfaﬁé
in each Egeﬁf;y. I am interested in overall statistics, but I am |
even more interested in progress or lack of progress within each of
;:he public agencies within & jurisdiction., Certainly, these public
civil rights agencies can make studies designed to ensure that
¢ivil service commissions and civil service systéms ‘are contributing

to the success of sﬁfirr&ative action programs rather than providing

- yeasons for failure on the part of public officials to establish and

. then implémeﬁtthésep:ggi:amsi -
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. ,‘: . Near the close -czf his book dealing with his years as President,
: thé‘ late President Eisenhower in summing uphisi views on certain . -
.issues said this about equality before the law. '"The Supreme Court,"
he said, "has made a notable decision declaring the intent of the
Constitution to be the assuramce of equality before the law of all
.citigeﬂs regardless of such irrelevant factors -as race, éc?lé;, or
religion. Ewvery'good American has the moral as well as the iégal
obligation to make reality of these purposes.”

The United States Commission om Civil Rights in a February 1973

Statenent on Affiymative Action for Equal Employment.Opportunities
opened the concluding sectiom with these two sentences : '‘The moral
and ethical imperatives of affirmative action in employment should
need no further expansioen. I‘his- need, we trust, was accepted by

the Anerican public long ago." I believe that,if we are to make
“progress in the direction of achieving the objective of equal
aﬁ:playmam: opportunity, we must; recogriize _that we are deaii:zg with a
-moral and ethieal as well as a legal obligation. When I think m
these terms my mind alvays turns to the commandment that 4s at the
very center of our Judeo-Christian tradition; mamely, "Thou shalt
love thy neighbor as thyself," I onge had the oppoxrtunicy of reading
a sermon which used this as its text. 1In this sermon the minister
saidiéhat this éﬂmﬁandmeﬂt does n@ﬁ place upon us the respénsibi}ity
“to rliicg our neighbor, He pointed out that, after all, this is some-

thing we capnot be commanded te do, but this is a feeling that must
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He went on to say that it likewise does nct place upon ug a réngnélbillty

;;";;T.;f,nf appraving of everything that our neighbor says. or dDEs; But,he,u-ltlt;;
| gid say that it does place upon us a responsibility of never passiﬂg
up an opportunity to help our neighbor achieve his or her highest
potential.
My colleagues on the Commission in 1973 were uﬁdgubtadly r;ghﬁ
when in their statement they said that the moral and ethical ngeratives .
of affirmative action meed no further EEPaﬁSiﬁﬁ There way very well E
be a fairly widesgreéd intellectual acceptance of these imperatives.
{ibgre has not, however, béén the Widasﬁreaﬂ spiritual a@&éptagcg éE o
these imperatives that leads to meanimgful and significant action.
If there had been, we would not tonight be cgﬂﬁggnted with the
factual record that we all recognize in this afea.l I believe, there-
fore, that those of us who are working in the civil rights field must
place at the top of our priarities the strengthening of the spiritual
 foundation of the Nation., We need more persons who are willing to
implement in their own lives, whether they are in or out ¢f public

éffiéeg the cﬂmmaaﬁméntg"Thau shalt love thy neighbor as thyself."

18

L5




STRENGTHENING STATE AND LOCAL AGENCIES

Presentation by Kathryn F. Clarenbach, Founder,
S ‘National Association of Commissions on Women;
f%?“”“”“”e””&”Ghéiipéféag;ﬁigabﬁ§iﬂ'vaernﬁr's Commission on-the
Status of Women

The time for exhortationm from human-civil rights agencies
is past. The legal framework for equal emgiéymenﬁ opportunities
is on the books and pubiié policy re affirmative action is clear.
The paydirt, however--implementation of law and policy--is still
aﬁ;g;i

We know our job includes evaluation of public employment at
all levels--publicizing deficiencies, urging improvements, and
recomnending changes, But serving as such watshdags and goal-setters
is not enough. 7To stand outside the actual process and goad and
cajole will not be sufficient to effect the kinds or the rate of
change we all regard as iwperative.

We must move into the actual live operations of government
ageneies which control or telate to public employment. And we

| “muat do this vith persistence, inventiveness,and hélpfulﬂesé in

as wparly ways as possible. Among éhé&é ways are:

(1) Help assure the election of Eruly comnitted pecple as
Congresspeople, State legislators, Governors, district attorneys,

and to judiciary and local posts.
fﬁ : P
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If a human rights official deems it inappropriate to endorse

candidates openly, certainly making public an incumbent's record

7777 is appropriate. A well-informed, mﬂtivatéﬁ constituency of private
citizens will not be constrained fraﬁ‘egﬁpaigniﬂg.
Remember that today's backlash ié figiing expression in the
courts. The chéiée of judges is vital.
(2) Graduate human relatians‘persanngl from their roles in human
relations agencies to line agencies (appointive, civil service,
. elective,especially CETA and other manpower agencies), thus swelling

those ranks with like-minded officials--replace them in human rights
agencies with new trainees,

(3) Commitment at the top is a must. To assist Governors, Mayors,
‘department heads who givé lip service to equal rights, draft
executive orders, prcélsmatiansg guidelines, letters of commendation
or disapproval, procedures or plans for their issuance.

Know which office has the responsibility or possibility to s

i

take the next step and make it as easy as possible for them to do

\

!
5G. '

(4) Encourage Governor-mayor-county executive to name minority
person(s) andAEéminist(s) to staff, to help assure responsive and
sensitive actions as ongoing policy. Be prépared with nominees.

(5) Do not leave implementatiou of affirmative action in the hands
of those who have already failed to provide it:

a) Help draft affirmative écziam plans.

b) Assist in outreach and feétuiting to reach goals.

¢) Provide or arrange for provision of adequate inservice

training programs and staff,

ERIC
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d) Develop evaluation instruments and be evaluator,. .

. (6) Conduct research, prepare and distribute publications designed

Qaé;rtpﬂahew-héw;tp;~a¢hieve results; e, gly
| Rest person for the job" (Wisconsin IPA-funded study
to remove box from around clerical occupations), B
"Career ladders' (this publication for clerical workers.. |
how to move up andfaut)_
. "Women in apprenticeships--why not?" e
"Review of Dictionary of Occupational Titles.'" e
(7) Work to change civil service rules and procedures, via
legislation or administrative action, with reference to such needed -.
modifications as:
flexible hours of employment;
g;flexiblé job descriptions;

better on~the~job training;
elimination of veterans' preference;
improved outreach, promotion process, buddy systems, efc.;
child care;
ﬂgnsexis£g ngﬂfacisﬁ job anélysis and ratings;
fionsexist, ﬁaﬂracist job titles;
ethnic, gender, and econcmic status valuéd as pEEféﬁuigite for job,
(8) Aim for goal af_accauntgbiliﬁy Eovhumaﬂléivil rights as an

i sssgntial requirement in every public position, with failure as grounds

for dismissal--it. will be amazing how miany fast learners and converts

this will create,

21
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(9) Full emplayment as a natianal priarity is a slﬂe g' ﬁDﬁ o

vfar Equal falr emplayment

e e e e P e e b

(10) Equal treatment under the law assumes a cgnstiﬁutiﬂnal
guarantee thch 51 percent do ﬂat have, vaery human tights'agency

- Shauid-’actiﬂre-;ly support far;;fica:tiaﬁ of the equal rights. amendment.

ERIC
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STRENGTHENING THE LOCAL HUMAN RIGHTS AGENCY

Pfeséﬂtatlﬂn by Vlfglnla Coffey, Fcrm&r Directar;
Cincinnati Commission on Human Relations

Humanrrights agencies were probably at the height of their effect-
' mivgnéss'in”the late sixties and early seventies when there was almost
perfect unanlm;ty on the objectives of the elvil Tigh§3>ﬁcvement -
We worked fgr school desegfatinﬂ affirmative action in employmgnt
»apen hﬂuslﬂg, equality in publlﬂ agccmmédatlan, and equsl Justlce for
- all, And there was a vast group of private c;t;zen@ comnitted to
tﬁesé ideas who joined hagds witﬁezéﬁmitﬁed’pféfeésiégéiJQéfﬁérQHMﬂMh%”‘ o
to work for those goals. True, there were many dramatic events
1dufing that time which §ervéd to test the axpefﬁise and techniques
of the agencies, but they met the challenge in a beautiful way.
Theﬁ, to quote John Buggs,''a malaise seﬁtled over the Natiom so
far as ciﬂil.fights are concerned, and the once public eclamor for
progress and change has now almost turned into a Belief that all
“that needed to be done has been done."
Ao interesting phenomenon Ls occurring--we have the backlash--

ﬂpandfwa are now Eéing‘§tﬁacked’6n the advances that; had been made!

““Fxample: In the North all professed to beligve in integration -

éqd school desegregation. Now in the North, we are Fighting against
it with as much or more vigor than the Southerners. For example,
" contrast the Little Rock incident of 1962 with Bogton of 1974,

iis there much difference?
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“As’ for education, it would be a laughing matter if it weren't

”éé'iépléfableiz We have members of school boards who haven't the

”Slighﬁééﬁ“iﬁﬁéfésﬁ in cﬁiidféﬁ;crzthéignéﬁégiéﬁiﬁm ﬁeéds, who serve
at the behest of their palitical péfties,r Thus, schools are no
longer the seat of learning buﬁ simply dai;y depositories for our
y«:}utﬁ_ | |

Affirmative action is being attacked as simply discrimination in
reverseé. Examples:
(1) the De Funis case,
'(é) »Aéwﬂﬁiﬁarsiéy éf Ciﬁéiﬁﬁaéiiwaméﬁ:éﬁcﬁsiﬂg the university"
of giving blacks>mafé and better pésitiané than vhite women.
(3) Question of black administrators: (a) ‘''vice
president” title changed to "vice provoust'; excuse used for change:
the provost is more closely tied to the academic operations than to .
the administrative. (b) hiring black administrators=--why pay
them more? (¢) worst of all, sensational reports gmﬁﬁééing
from the State auditor's office accusing ;haiﬁniversi:y of gross
- discrimination in reverse because of its recruitment and prgéntry
| training of blacks.

As for equal justice, the situation has been so incredibly

® bad for so long that young people, especially minority youth, are
responding to their frustrations by committing an alarming number
of purely heinous crimes,

An old word began to take on new meaning, new conceptualization.

The word was power. . - L
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,_same of what ‘the other peaple had=spawer. Anﬂ it was a whale

o inew ball game! - Politicans began squifming and sought ways and
meéns-af lessening the credibilit&_gap”bEtweau themselves and the
f:f "lesser" people whom they now realized they ﬁaEiadé And in many

“.»cases, human rights agéncigé were caught in the middle. -Politicians--

;ﬁsyérs,ccuncilpersans, etc.--on the one hand, and the '"people," on
:Uithe ‘'other, questlaﬁlng the need for a ﬁuman r&le:xens ageney or,
fhether or nat an untralnad "SEfEEtVPEESGu“ cauld be more effectlveﬂ
?than a trained huﬁan rights professiénai; |
| And, ﬁwhy'do we need the expense.of an agemcy Fhéﬂ I can hire

5; my own man"sn my staff who can éupp1§ me with all the information

’:I_neadJEQOut‘Egggé people? ngl; just so it won't seem so drastic,

5 I’il“jugt combine ﬁhEm with some other insignifi&ant department, etc,™
g "Joke?- It is no laughing matter. It has happened. And what .

“to do about it: st eng;henlqg_lncal human_rights gggngies nggt

ifﬂseems to be the key word; there are all sorks of ways of achieving
‘“”it;:fSﬁmé agencies have enforcement powers, others do not. Which-
ff;giér one you represent, the gréatéSE pover rests with our constituencies;
'i;in ﬁ;ﬁer words, those whom we touch directly. or findirectly aﬁd

 thGég whom we should be touching or iﬁflueneimg in some manner.

‘To build power calls for diversified action and it requires

‘bflgxibility to meet new challenges.

| .Last year~our newly-elected mayor spoke at w Cincinnati

iiHuman Relations Commission board and staff devclwpment workshop,

- and he challenged ?Epl}ﬂ_yﬂur constituency, I know you and I commend
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you, but do mot assume that they: (1) know about you, 9;.:(?) approve.

of your efforts, or (3) support your efforts," So who are our

- constituents? The ostensible péﬁé:iﬁases:‘ politicians, I:us;’i.‘na?ss,“

».i?lclusE:‘fy; old line firs‘t; fanilies, e thndes , 0ox the athérSE-m;grainEs P
thé not .il‘lfﬁﬁnéd, the disenchanted. T sajr we EEEdéEhEI’E all, ;Ec’:xr' i.n’.
each segment of our population there s leadership, to be cul tiva!:_ed‘,,,',
cajolad, and enlisted,

To bring about pasitiﬁ action vhich leads to positive 'g'hangé

Nt that ye significantly cultivate

“eeoo oo copstituents,  We can't do this alone, but our constituents can

influence all of these sources. Who are these sources? For my

4

) purposes I separate them int@ two categories: (L) The "in" or
.giinsida" group canéisﬁing of city administration, departments and
Cﬁﬂﬁﬂigéiﬁlﬂ; and/or mayor and xrr-ay‘ar"s aldesz (2) the "owt" gtétps:—,
- politicians--local, State, Federal: labor; business and industry;
religlous gLOUPS 5 uﬁi_vEfSitigs ~~staff and studemts (who vote at-age 18) ‘;1
womern; Speciai‘ _’ifn:erest; groups ; community sgeﬂciasj public and private; 7
neighborhood associations and councils,

How do ve do it? By diwe*rsivz-fi;gd action,

(1) Ve must become politically astute. Local agencies should be

alext to political machination and motivations of elected officials. |
(2) We must involve many citizens,
(3) We must develop technigues for mobilizing our constituency:
to the peint that our ‘poesition will receive adequate recognition.

(4) We must take our pxogram to the people through Field offi::gs;,

public meetings, forums, and through media communica tLom--press, :
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'newslettérs, brochures, pamphlets, reports, radio, and TV.
(5) We must add on constituenc groups where feasible; such as city
hall volunteers, thus developing leadership.

(6) We must employ competent, committed staff to carry out the

policies and programs developed by the agency.

(7) We must acquire adequate budgets and secure major funding
at the local level, inasmuch as the Federal Government does not have
Schific programs for funding local human relations agencies.

(8) We musﬁiingist on operating from a physical structure that
dignifies the image of the agency. 'anﬁra;t the morale factor of
operating from a dingy basement or building far distant from city

hall, to'a clean, modern, and attractively decorated office in or

UTHEar eity HALTL, T

- No one technique answers all the varying needs and contingencies,
We must try diversified techniques and dare to be innovative. Above
~ _all, never assume that everyone knows your story or believes in good

human relations. You have to work at it all the time.




THE GROWTH OF CIVIL RIGHTS AGENCIES

Presentation by Tom Peloso, Deputy Director
Michigan Department of Clvil Rights

Official civil rights agencies have been with us for some
30 years now, Theilr responsibilities and their jurisdictions
have continued to grow. However, the size of the agencles has not
grown as rapidly as the responsibilities or the population. Some
official agencies, however, have grown faster than others. I would
like to share my ideas of why the Michigan Department of Civil Rights
has become; proportionate to population, the 1afgésé State agency.
New York State has more employees but must serve a much larger

cevceemen . DODMLALLON.... Some. agencies. have barely.grown at. all during.the years. ..

that they have beén in existence. Currently, the Michigan’Débartment
of Givil Rights has 274 employees plus eight Commissioners and has
offices in 10 cities. | |

Early Beginnings

The Michigan Civil Rights Commission began life when the new
Michigan ééﬂstitutidn became effective on January 1, 1964, At that
time, the staff consisted of 17 employees transferred from the
Falr Employment Practices Commission. The FEPC had been established
in 1955 and was handling about 300 complaints a year when it went out
o? business. It is interesting that it transferred to the Michigan

Civil Rights Commission a workload of 64 active complaints.




The first annual report of the Commission lists the baeliefs
held by the Commissioners and staff at that time. They were, in
brief: |

1. That constitutional legal prohibitions against discrimination
are not enough. What is required is positive affirmative action by
the leadership of business, labor, public education, social agencies,
and all the other imstitutions of our communities and government,

2. The civil rights struggle is inseparable from efforts to
resolve basic social and economic problems in the field of education,
employment, housing, law enforcement, and social services,,

| 3. And most important to this paper: That the commission will

never have enough budget and staff to provide every community in

this State Wiﬁh”érégﬁéﬁémfééﬁiféa; énégrf;f;her, that tﬁeré is no
substitute for the democratic process of loeal leadership solving
local problems, |

4. That the commission should anticipate problems, tension,
and conflict and try to achieve approaches, remedies, and solutions
before there is need for drastic public reaction.

As far as law was concerned, we had two strong constitutional
articles establishing our jurisdiction, one which stated simply that
"no person shall be denied the equal protection of the law nor

~ shall any person be deniedl the enjoyment of his civil or political
- rights or be discriminated against in the exefcise thereof beéaﬁse

of religion, race, color or national origin." We had a strong fair
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employment practices act which is still the basis of our activities
in the elimination of employment discrimination. (The act was later
amended to add age and sex to the covered groups.) A rather narrowly
drawn public accommodations act from the 19th century which had b22ﬂ>

amended in the 1920's

2]

onstituted another useful piece of legislation.
The constitutional article setting up the commission stated in part

"It shall be the duty of the Commission....to investigate alleged
discrimination against any persons because of religion, race, color
or national origin.in the enjoyment of the civil rights guaranteed

by law and by this constitution and to secure the equal protection

o

of such civil rights without such discrimination.'" The same article

further states, "The legislature shall provide an annual appropriation

i f0t--the-effective -operation-of-this-Commissien . -~ However,-we-do—not———--

believe that the legislature has ever provided all of the money that

we need for effective operation of our commission.

Staff

In addition to the executive director and the deputy director,
other key Staﬁf positions were in the areas of housing, education,

and community relations. These were filled by reaching into the

- experiended staff of the Detroit Commission on Community Relations,

-

AntiDefamation League, and other State agencies.
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We vere also fortumate in having an attgrney.as general counsel during
our formative years who was not cowed by the distinguished legal.
minds on the commission and who had a broad community base and a
working relationship with other attorneys that could bring us sound .

legal advice from throughout the United States.

Hork Grows

I need not remind this group that the late 1960's were the
era of confrontation. Detroit had its second riot in 1967. The
first, in 1943, gave birth to the Detroit Commission én Gommunity
£§l§ti@n§§;algagsﬂaastrgggagllg@gfﬂggsaStage-ggmmisgign,;:ln»additiﬂn,
we had disturbances of various kinds in a half-dozen other cities
during this period. The 1970's brought aggressive action to integrate
schools with its busing remedies. Our community services division
worked with these problems throughout the history of thewagancy
and héd played a key role in formulating the sglutiansl-ﬁin addition
té.educatian, housing, and community relations, this staff was
egﬁandedia few years ago to include a unit which works exclusively
with Latin Americans.

It i3 in the compliance or law enfer;ément operation, however,
where our agency has grown the most, nét éﬁi}iin the nﬁﬁ?éf afi

complaints handled, but also in the number of staff members (176)

- available to do this work, This growth haé come in a State which _ -
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has perhaps the toughest State courts that I know of, a suspicious
ran&-sametimes'hastile legislature,; and a budget subcommittee headed
by a legislator dedicated to cut our agency's budget rather than
.expand it. In addiiian,‘ﬁe have the largest industry, the automobile
industry, and the world's largest corporation, Ceneral Motors, within
our jurisdietion.
As i look back on our firgt 10 years, I believe ﬁé have
grown for three reasons. |
1. We have had coumissioners with community stature
who were dedicated to eliminating unlawful
discrimination and ;gmpetént staff members
equipped to do the job.
2. We have not been afraid to tackle the tough
cases against the large companies and powerful
adversaries.
3. We have had the data necessary to SUPPOrt our

positions when the going got tough.

Commissioners and Staff

Our commission has a Latino and three women, two of whom are
attorneys. I believe we have gottan good commissioners because, of
the two Governors in the history of our commission, both have

expressed a commitment to civil rights and hgtﬁ have attempted to




appoint the best available persomns to the commission, whenever

- there was a vacancy. Although appointed as partisans, our commissioners

kave never advised us to hold back for partisan political considerations.

This has had an important influence on the independence of our agency.
Our staff members were recruited under one of the toughest

civil service systems in the United States. (Sometimes we say in

spite of the eivil service system.) Our staff is one of the best

'qualified, best integrated, and highest paid in the United States.

We have attempted to provide considerable training, tight supervision,

and we are proud that we have never had to dismiss a staff member

" for compromising the position of the commission in.aﬁy case, All

of the automobile companies have dipped into our staff for equal
employment opportunity emplayeeég the Federal EEOC in Detroit is‘staffeé
almost exclusively by ex-employees of our agency, and Wayne

State University, with one of the largest minority enrollments in

the United Stateé3 has a former commissioner as president, a former
députy director as vice president, and the former director of our
contract zumpiiance program as head of the university's contract

compliance and equal opportunity program. That's a pretty good

track record for any organization. One of our former commissioners

is director of the department of management and budget,
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As staff members have left, we have promoted, usually from within,
lmé%éfgave come up with an even stronger staff than we had before.
Whilg in the early days the average staff member had a history

of experience as a volunteer in the civil rights field, today the
persons we are recruiting for our staff tend to be well educated
and emphasize their professional qualifications rather than their

emotional interest in the field.

Tackling The Tough Cas

ases

Early on, the lawyer members of our commission urged us to
establish our jurisdiction in the various areas through precedent
established in handling cases rather than seeking legislative
Elarifigétieﬁ of our constitutional mandate., This was slow--in fact
‘it is still not completed--but I believe this was the correct
course.

One of our early cases, which went to the State supreme court,
dealt with establishing that a real estate office is a place of public’
accommodation. As a result of the opinion issued by,the Michigan
court, our agency has jurisdiction to enforce all Michigan laws dealing
with eivil rights and all appropriate Federal laws dealing with civil

rights, This has given us an additional handle on difficult cases.
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In the field of employment, we have tackled the automotive
giants and we have gotten significant adjustments at the conciliation
level, at the public hearing level, and at the court level when it
was necessary to go that far. And, as you know, you don't win cases
against companies of this size unless you have good staff who have

the facts, follow the law, and pursue the case with aggressiveness.

Having the Facts

From the beginning, we have stressed the importance of having
accurate information about any situation in which we may become
invﬂlvei, whether it's a community situation or a case, Or once a
year when we approach the legislature for budget.
| We know that we have needs for certain typés of information.
Various inté;nal and external management studies and auditor general
reports have suggested other information that would help us comply
with rules and regulations or to answer questions about our
operation. Other experience has taught us that the legislature
habitually asks certain kinds of questions (such as "what is your
oldest case?") and we had better be able to supply the ansyers. We
systematically collect and share with appropriate State, Federal,
and 1acai %geneies information of three types.

1. Demographic and sa;ial information about the State and

the ééﬁﬁuniti&s in which we operate. This information is collected

by our research and planning division, using census reports, school
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reports, EEO-1's, and chérgﬁpprapriatg material. This is summarized
in tables and made available to our district offices, our program
services units, and to other State and local agencies, aliiéd nrivate
human fights agencies, and others. It's this kind of information
that tells us who needs services and where,

2. Statistics on econtractors collected in our contract compliance
program, We have a strong State regulation and we have weathered the
few serious challenges to our authority. Each time we have been hit,
we have been able to show through our records that what we were
asking of a contractor in order to come into compliance with Michigan
regulations was reasonable, possible, and zgnsi%tant with demands
Qﬁ other contractors. Currently, we share this information bn an
ad hoc basis with contract compliance units in five Michigan cities.
This is a helpful service for local communities, either for basic
information about a contractor or to confirm che-findings of a local
civil rights agency. This is an area where there is need for Federal,
State, and city cooperation. I would like to see standards established
that meet the needs of all jurisdictions and the sharing of information

between jurisdictions so that costly duplicative reviews would not be

made. The availability of such information as collected by the Office

of Federal Contract Compliance or by the State contract compliance
agency would allow a smaller unit of government such as a city or county
to have a contract compliance program at a very small cost, Also, I

think it's time that what we're asking for in the way of contract

‘compliance is related to what we're asking for in comeciliation of
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complaints of discrimination. Such information would allow us to
move ahead much faster, would provide a defense against those public
officials who think we sametimés!are moving too far and too fast

as compared to other jurisdictions.

3. Caﬁplaint data, In Michigan, we have handled an excess of
23,000 complaints in the past 10 years and have amassed a vast amount
of data about these complaints. This information is computerized and
is available on relatively short notice to management to back up
decisionmaking, answer critics, and insure that the complaint process
is managed properly. We regularly print Gut‘thé fallawin% reports:

a) The status of all cases as to whether they are in
invest&gatigﬂ, conciliation, or some step of hearing or
legal reviey. |

- b) An alphabetical list of cases by respondent so that we
can see how many complaints are outstanding at any given )
time against a single resPandené.
c) Cases assigned to supervisors. This shows us what the
workload is of any of our work units in investigation and
comeciliation,

' d) Complaints by basis, This shows us on what basis
complaints are being filed at any given time--whether it's
race, religion,, color, sex, age, etec,

e) Complaints by nmature. This shows us whether complaints
are filed in the areas of employment, which is our largest

category, housing, ‘public accommodations, education, etec.
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f) Cases closed by type of adjustment, This has been ;ne
of the most valuable kinds of information that we computerized.
We can tell you in housing cases, for example, how many
persons-received the house they wanted or another suitable
house as the result of filing a complaint with us. In
employment cases, we have a wealth of information. We can
tell you if the employee was rehired or reinstated, if he
was promoted, and how ﬁuch money he gained on an annual
basis as the result of our adjustment of his complaint.

We have a tough budget bureau and a tough legislature.
It's helpful to be able to tell them how much money we
gained for persons who filed complaints with us as the
result of our activity. It runs into millions of dollars
each year.

g) We periodically run a table on the age of complaints==a
tabulation on how many complaints were fileé in any %iven
month of any year which are still open. That way, we can
find out which complaints have been around our shop too
long and need additional managerial attention in order

to get them moving. This informationm, too, has been very
valuable in dealing with the legislature éﬁich constantly
accuses us cof being too slow. Since we've has an accurate
data system, the age of the ngpléints has been steadily

reduced and, right now, we don't have very many complaints

you would consider ''too old"--unless, of course, they
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proceed to court and are caught up in the legal system over
which we have little control. We can gain other information
from our computerized complaint data system. In fact, during
the year, we get ﬁfabably a hundred different kinds of
reports as necessary. As manager, it is very helpful to

me to be able to ask a question about the total complaint
operation and get my answer in a table on one sheet of

paper rather than listening to a person trying to explain

to me the sﬁatus of several hundred or several thousand
complaints. I want and can get the exceptions,

If T had one recommendation to make to a larger civil riéhts agency,
it would be to develop a strong data system and share information when
they need it with the smaller agencies. 1It's awfully hard farranyoﬁé
to argue with a computer, particularly if the system for data

collection and production is sound.

Conclusion
I believe our commission has grown to the size that it is now
because we have had commissioners who have been able to rise above
_petty partisan considerations and provide strong guidance and
leadership for our agency. We have had a strong professional staff
of the greatest integrity. We have not been afraid to do the ;gggiﬁg
that needed to be done, regardless of the size of the institution
- we have had to tackle. We have provided support to local human rights

-—-agencies-and-private groups. - And through our information system,

~ we've had the data necessary to answer our own management problems , o
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as well as our sternest critics. With these things going for us, we
have grown; and I am confident that we will continue to grow so long
as the need exists and we can demonstrate effective impact in the

- areas of our jurisdiction.
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g CLDSING GENERAL STON REMARKS

by Manuel Ruiz;_ﬁf.

Member, U,S, Commission on Civil Rights

I want to welcome you to the final segsion af this reglanal

:Op?artgnltv.

It is my privilege to preside over this; perhaps the most
impgrtant of all of our sessions. Before we receive the reports

from your deliberations, I would like to offer some observations

-of my own about civil rights in America today.

Some of our ancestors, many of whom professed to be moral

“and religious persons and who subscribed to the tenets 6f the Golden

5y

‘Rule,raided the Indian pantry of North America and stripped it from

its inhabitants with a ravenous appetite. I don't believe that

many of us, today, are any better or worse than those arrivals

who preceded us to this continent,

We, as the descendants and successors of the original raiders,

“ffHave now consolidated our pasitigﬁ in this country, from the Pacific

to the Atlantic Ocean. We never stopped to quarrel among our-

:5élvesvover'tha spoils which we plundered or traded at arm's length

' from,the original natives,

Iama Chica o and this is the first time iﬁﬁhistary, in the

et L

history of the United States, that a Mexican American wha was

‘born in the most southern, western tip of this cauntfy, has traveled

‘to the most anEEEfly, eastern tip of this country to speak with a
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1?£gfouplgf Helengland Amaricang on the subject of human and civil-

i, rights. Within the United States, which we now claim for ouréelves,

and our urban ciiy centers, the northeastern Americans have called

tﬁemselveé New Englanders even though they are no more English or

”Eﬁglaﬁders than I. This change in Boston, today, tells us that

we are a family of outsiders who came here to live together and

to ply our faith in one way or another, whether we deserve it or not.

My presence here, today, as a Commissioner, is a symbol of
other ethnic constituencies which exist in prominent numbers in
many areas of our national bloodstream. It is a constituency which

joins all Americans and New Englanders in a common concern of urgency,

.which is nationwide.

We are being constantly reminded that we made some rules,

around 200 years ago, as to how we are going to live together

‘once we consolidate our position in this land of milk and honey.
When we observed that some of the rules and regulations of our

“nation were impinging on the rights of other members of our national

family, we amended the rules to protect us from ourselves. These
were rules intended to give every one of us an even break. It was
a self-imposed set of ruleé which read that.we must have the same
advantages and opportunities for pubi%c service and for supervisory
employment whether we be black, white, yellow, brown,or polka dot.
The civil service rules, which we adopted to keep peace amongst

ourselves and to eliminate the systems of unfair patronage, are in

need .of correction.
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We have, for the past 2 days, been a%élyging the breakdown

of the civil service structure, not from without but from within

the system itself. We have gone through the experience of diagnosing

‘something which the Chairman, in his opening address, identified

as cancerous within our body politic. With proper treatment,

at this time of our young existence of only 200 years, we

can stop its insidious and treacherous spread. TFurther spreading

will reguirekmassive but futile doses of cobalt which, for lack of

timely application, may require the destruction of the patient iﬁ““%j

an attempt to zave his life.
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Summary of the State Caucus Reports

During thé’éénférence the participants of each State met three :
times in caucuses to share expectations and make plans for taking
best advantage of the resources of the conference, and to propose
ways to follow up on the conference experience in the moﬁths
' immediaté1y £§11awing. Each caucus reported on these and other )
matters at ﬁhe closing general session.
Each répgrt reviewed the attendance from the. particular State

at the ﬂanfetence with regard to the value and weaknesé inherent
in each representation., Where personnel departments, Governors'
gffizésgand attorneys general were represented as well as human
rights agencies, the delegations felt more confident about the
possibilities of followthrough than where those high-level offices
were not represented.

Each feport.rélated‘the conference experience of the caucus
to the most intently felt human rights‘situatian in the psrticular
State, The emplgfment of women in‘Vermont was described asla
prgblém underway . to solution, but some "hitherto all male departments
still need tagklf%ég" The Vermont report safduthac the hiring of
women and minorities cannot be solved by replacing nonminority
male workers with a minority or female worker, but it must be approached
by creating more employment Dppéfﬁﬂﬂiﬁies and by removing unecessary
bias in employment and PmeétiOﬂ processes in State governmental

agencies.
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The Massachusetts caucus recognized there are resources
throughout the State, such as citizens' groups formerly working
on human rights and fair housing,which could be used to monitor
equal employment practices of public employers.

The Rhode Island caucus reported a need to inform the

public at the grassroots level of institutional racism and build

#

community support for efforts towards its elimination,as well as

suppart}for enforcement of equal opportunity provisions in public

amplbyménti “
. Eachvin its own way, the caucuses all recognized the value

and need of closer communication, cooperation, and célléboration in

achieving goals in:ﬁhe areas of civil rights, human relations,

and women's rights. Plans were made among the caucuses of Vermont,

New Hampshire, and Maine to meet again to work on means to

‘continue sharing problems and seeking solutions in areas of mutual

interest. The Massachusetts caucus suggested the conference was

issues together again.
The caucus reports also brought valuable criticism to the

& .

Commission about the weaknesses of the conference as well as about
perceived weaknesses in the Commission's activities. These
criticisms were welcomed by the Staff Director as a contribution

toward strengthening future conferences and Commission programs.

Other concerns raised in the caucuses included greater facility

Ex

to launch effective public information programs, development of a
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{fﬁgntral clearinghouse for technical and legal information on civil

. rights developments, information on strategies which have achieved

v»feéﬁiESQ and the ﬁeedyfgf State-level human rights agen;iés to
‘acquire’ enforcement powers (where such powers do not exist) and
capability to implement those powers., -
The reporters for the caucuseé were William Kemsley, Vermont;
Berel Firestone, New Hampshire: Linda Dyer;”ﬁaine; Julius Bernstein,
Massachusetts; Lillian McDaniel, Rhgdé Iéiaﬁd; and Antonio Diaz,

“Connecticut.
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By John A. Buggs, Staff Director,

U.S. Commission on Civil Rights

I am not going to ask you to sit through a long closing
address, but I do want to discuss with>yau for a few moments
the significance of regional conferences on civil rights.
As you know, this particular cénferencé is the second in a ?};
series which the Commission will sponsor in the varicus regions
of the Nation. These regional conferences are something new to

the Commission.: In the past, this Commission has discharged

-~ its resﬁémsibility in three basic ways: (1) public hearings-- NI
a quasi-legislative process designed to find facts with reference
to the denial of equal protection of the law under the Constitution
because Qérrace, color, religion, sex,or national origin; (2) research

" into:the situétién facing minorities and women in the fields

enumerated in our statute;:and (3) the establishment of Advisory

Committees in each of the 50 States and the District of Columbia--

these Committees having the respdnsibility to serve as the eyes
‘and ears of the Commission in their respective States and to report
rta the Commission their recommendations for the amelioration of -

the problems they uncover. These three approaches havé, we beliéﬁé; }f

- served wéll the cause of civil rights,
Some 4 years ago, before I came to the Commission, it was
suggested that the Commission should institute a new vehicle to deal
.méfe effectively with'changes that had taken place in éhe civil rights {

field. Beginning in 1964, Federal law and Executive orders had

40~
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Fravidadrsgme enforcement powers to a newly created agency-~-the

- 'Equal Employment Opportunity Commission--and to almost every

department and agency of the Federal Government. Our Gcmmissignerg‘

felt that it was important to establish a means of monitoring the

stewérdshig §f these Eaderai departments and agencies as far as
ﬁheit civil %ights responsibilities were concerned. Since 1970,
therefore, the Commission has issued periodical reports on the
"Federal Civil Rights Enforcement Effort.'" This has been an
important and fruitful departure from the traditional manner in
vhich the Commission discharged its responsibility. We beiigﬁe our
P critical»analysas of the civil :ights efforts of the Federal
Govafnmenﬁ have served to provide a basis upon which thbée Federal .
officials who wanted to do a creditable job were placed inré better
ﬁesitian to do.so.
There is,«withiﬁ the Federal Govermment, a serious need to
more effectively coordinate the enforcement efforts of the various
laws administered by several Federal agencies., Overlapping -
jurisdiction, uncoordinated sﬁpraaches by two or more Federal
agencies to a-single respondent, the applicafign of different S
standards in determining compliance or ﬁaﬂéompliance are a

few éf_the problems that respondents have a tight to demand to

i
i

be sclvedg_' ' E .

Within the 1ast.§éveral years, literally Ehundreds QE State
and local public agencies have been created in ;ﬂsw&r to the demand
for relief from discrimination and segrégatiangj.These=aggnzigs

are generally more familiar with the préblems in their city,
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7 éQun;y,ﬁand State than are Federal agencies. They are,
in my cpiniﬂn, much more likely to perceive acguraﬁely the
éoinﬁ at which intsrventiéﬁ would be most effective in almost
ény type of civil rights problem. State and local agencies
could be, therefore, a tremendous force in their own right and
an important ally of the EEOC and the foice of Federal Contract
Compliance in suggesting those areas and those ingtitgtians
most in need of their attention.
Almost 2 years ago, at the request of the then president
of the Intarﬂatigﬂal Association of Human RighﬁsbAgencies, the ..
U.S. Commission on Civil Rights was responsible for convening |
a small group of Federal officials to meet with a few StateAaﬂd
‘1@231 civil rights officials. That was one of the few times
{57‘“ - -that such a meeting, designed to exchange information on each’
others' programs and policies, had been formally held. I do

=

not believe another has been held since that time. Our problems

are too Eigg too ggmpliéated;aﬁd the means to deal effectively
with them now require too much sophistication to permit us to
atrempt their solution in isolation from each other,

There is need for an exchange of ideas, methods, and techniques

for dealing more effectively with the problems facing these groups,

and a cooperative effort in that comnection among agencies at

every level of government is urgently necessary.
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Tﬁe planning for this confefeugé,was symbolic o. ﬁhe type
of cooperation which I believa-wg all seek. Representatives of
the Qammissiﬂn's'staff met with representatives of Stateyéud
local civil rights agencies and State commissions on the status
of women. Together they hammered out the issues which are of
greatest concern to State and local agency leadership. Some
igsues which the Commission staffiﬁhaught were of major égnegrn
were abandoned when State and local staff felt otherwise. o

As ﬁhé fcrmér director of a loecal agency Withagt enforcement
powers, the Los Angeles County Commission on Human Relations, I
know some of the frustrations of dealing with Federal agencies_ 
They always seemed to come to tell us what was wrong and what
they were doing to correct it. They never asked us what programs
we thought might alleviate or resolve our problems. Too often,
like the oracle of old, they spoke in lofty term; and, before they

could be pinned down to any specifics, they were gone. A

Fedé?al "yroddshow" is of little help to State or local agencies,
What is called for, I repeat, is a genuine exchange of information,
an honest exploration of areas of possible cooperation, an
acknowledgement that no one agency has a corner on-.the market

of wisdom, a recognition that different agencies legitimately

play different roles, and finally--and let me stress this--

we are allies, not adversaries, in the struggle for human dignity.

1f we are to be allies, in any real sense of the word, we

must be able to come together and we must establish and nourish
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- lines of communication. That is why I believe conferences, such as-

tﬁis, are of significance. I remember in Los Angele§ﬁt§at wer

had a étrang sense of being isolated, even lonely. Information on
issues of commanding impgrtanéé seemed to stop at the Rockies,
Some. of you must feel that they stop at New York City. Our
Commissioners and I are pledged to the task of assisting you in
breaking down barriers and of opening lines of compunication and
cooperation among human rights agencies at the Federal, State, and
local levels. )

The title chosen for this conference encompasses one of the
most important areas with which human righ;s agencies are concerned--
insuring the right of women and minorities to provide for them-
selves and their families. Access to jobs without discrimination
in any fashion for these classes of our population is the goal,
aﬁd‘affirmativé action to accomplish that abjéctivé islﬁhe mééns;

It should be no news to anyone in this room that for almost
2 years now the caﬁgept'af affirmative action has bgeﬁ under

serious attack and that attack has not subsided. In fact, in

some ways it is accelerating. Just last eek Senator Eg;kléy

of New York, testifying before a committee of the Senate,launched
an attack on affirmative action that will surely be followed

by others in the halls of Congress. We have seen hgw_Sume of
our friends in the Congress and in State legislatures thréughout
the land have sublimated their consciences to their political

ambition in the area of school desegregation. It is not

~difficult to predict that the next accomplishment of the
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‘*fiClVil rights mﬂvememt to écmé:under-sustaiﬁéqféttack'will Eg

?kaffirmative actian.
Bezause thEIE is-ﬁé‘éﬁéh’thing as equai appartunity ﬁithaut -
afflrmatlvé actlgn, maﬂy af thuse whu éppDEE equal Qppartunity

itself will flnd it mgretpalltlcally canvEnient to speak out

“agalnst affirmatlve actian.. Dthgrs who honestly believe in
equal apgg:tunity fear affirmative action as being, in some

- fashion, inimical to their best interests. Becsuse in many .

iﬁstances our good friemds and our implacable enemies will be

safiﬁg essentially the same thing, our job becomes that much

more difficult, \ 2
Pﬁblic‘emplayment»is the tésting grcund; If we can succeed

thére, the rest should be relatively easy; for, if government sets

the standard of behavior, prlvate enterprise w1ll be more likely

”Dta fully aEEEpt the challangé Yﬁur ageﬁcles must be the means>yw
;thraugh which pressure is applied to every governmental agency
with which yau are associated, For those that have enforcement

-+ powers, those powers must be exercised without fear or favor,

For those human rights agencies without such pawers,thé jawbone
techniqﬁe is always available. Only the constant pressure

of the law--if ome is available--or the constant expression

of moral and ethical indignation--if one is not-=-will

accomplish our objective.

It i= our hapé that the 2 days we have spent together

thE in Bastnﬂ have sarved to highlight the issues in the area

”'public emplayment tg pravidé‘a,vehiﬂle fﬁ; the exchange of _.-.r'
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up the rfelariﬁianshii; ;b,étWéEn: public human rights agengiea in
;;(I-iféii;mrtheastém region of the Nétiani In the final analysis it
is nm;what we did here that :wili,déci-de the future of equal

%Ppa;f;gﬁity in public employment in your State, but what you do

back home.
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SUMMARY OF WORKSHOPS

There were éhrée méjcrrﬁéfkshoﬁsi each of which ﬁeﬁ on’
three saﬁarate éccasiaﬁsbduring the conference. They dealt ﬁith“tﬁéf*
subjects of "Impacting Public Eﬁplﬁymen;,"V"Strengtheniﬁg State anda
Lccgl Agencies,'" and "Interagency Relationships." During théi§f j
first session each one sought to ideﬁtifyrthe known aﬂd‘parzéifed
pr@blams in attalnlng effectiveness in their respective subjéct areés,> 
During thel; sacﬂnd meet;ng they began the process of suggestlﬂg l |
apprcachés and possible solutions to the pfoblems identified at
the first meeting; they also prepared quéséians to ask Federal
officials who appeared later on in the program. - At the third session
each-reviewed the progress of the conference content and projégte&”
followup activities in their respective areas.

The summary which follows cannot represent the total experience

-.of the discussions .in the nine separate sessions. It attempts, ' .. - .-

however, to present an honest review of the most important areas

touched on by the workshops during the conference.

Lack of funds and, therefore, insufficient staff was uﬁlversally

expressed as a most serlcus problem for State and local agagcies,

Some felt that parsimonious funding indicat a lack of commitment
to equal opportunity on the part of legislative bodies., As one parti- .

cipant put it, "Most of these enforcement agericies do not have the
number of people that are necessary to do the job, for. the simple

fact that, I guess, it is not intended that they be too strong

-in whatever they do." The group-also recognized the lack of
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coordination (and even communication) among Federal, State,and local
agencies as another serious problem.
There was agreement that Federal, State,and local agencies must
open lines of communication and provide for some type of cooperation.
One participant stated,'We need to get into an atmosphere of working
together rather than of distrusting each other.'" Eastablishing colla-
borative relationships with nongovernmental, - private, givil %iéhts organi-
zations was given as one way to increase the atmosphere of working together.
Under the topic of strengthening State and local agencies,
. pgfticipanté discussed the value of building a broad base of support
among diversified segments of any State or community. Some risks
vere Paiﬂtad out, such as whether it was wise to depend upon

'ngﬂscivil—fights officials for support of civil rights policies.

But participants suggested that the narrow ba: i Eéﬁsisﬁing only of

T greater risk in its inherent

women ox oilly of minorities involves fa
~_weakness, A constituent base representing the business and economic
community, the political structures of a jurisdiction, the legal
profession, as well as the religious and voluntary groups,. is able”
~ to "speak fc*" the community with more power and conviction than a
;ﬁ»ﬁaffgw paréchisl group. It was suggested thét it might be necessary
and wise to take Eime to train and sensitize so-called '"non-ecivil-
Ai rLghts" typez and to involve thém in advisory boards and commissions.

“TThe” partic;pﬁ""”Eiﬁfé§§é§;iiﬁ“ngiﬁﬁédﬁéfé‘ “the need for téntral "

'*;gféfmatién1533visés in order to keep abreast of legal and substantive

'ivalépgaﬁts?ig;ﬁhe field. Smaller}sﬁétesvand small jurisdictions

B

espec i 11y VDlEEd the need for such services. The International
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Association of Official Human Rights Agencies is setting up a legal
resource center, which will include all court decisions, administrative
regulations, State, county, and city briefs, as well as statutes and 7
guidelines. The funds‘fgr establishing the center were provided by
a grant from EEOC. Additionally, the National Clearinghouse Library
of the U.S. Commission on Civil Rights is being developed as a
r2p§sitary for a wide range of civil rights information..

The relationship of the U,S., Civil Service Commission to State
and local governments was also discussed. Tt was noted that the
basic involvement comes through the Federal Intergovernmental
Personnel Act., 1In terms of affirmative action in public employment,
the Givil Service Commission is involved in three different programs:
(L) financial assistance through grénts;fz) where there is a regulatory

relationship, such as through the Departments .of Health, Education,

—and"Welfare, Labor, and Defense; and, (3) technical assistance in

_personnel administration and training,

The role of the U.S, Department of Justice in relation to public
employment was discussed, and participants learned that it has
considerable impact under Title VI, which gives initiative power to
the Attorney General to institute lawsuits when there is violation
of Federal laws or regulations. The Department also has brought

public employment suits on referral from other agencies having

" jurisdiction in the area, such as EEOC and LEAA, -

Two recent develﬁpments, regarding the response of Federal courts
~1;'éf appeals to suits involving public EmpiﬂYﬁEﬂE; interested the

- participants. Increasingly, the courts are requiring specific
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numerical hiring or promotion goals where prior exclusion has been
shown. And the courts of appeals iﬁéreasingly have come to the
position thatlwwhere economic harm has been shown on a class basis
and back-pay entitled, the burden shifts to the employer to demon-
strate to any particular member of the class as to why he or she
should not be recompensed. | |

The employment problems of women concerned one of the workshops,
especially in regard to double standards of pay, one for men and a
lower one for women. Recognizing that most employers are male,
it was suggestéd that employers need to be sensitized and made aware
of the ﬁ%egiém from a perspective other than.'cheap labor."
Illustrations of employer training sessions férwéhis purpose were
shared, Heaﬁs to hold employers accountable were also suggested,

one being publicity of specific situations in the news media, another

in each of the three gféups;”stzcng intentions to continue the

iéiﬂg the courts and wide publicit%Aéf the cases. Whatever éﬁepsf
may be taken, it was pointed out that it is iépﬂttsnt Eé tackle only
as muéh at a time as can be dealt with successfully. It is possible
to build on small successes into an expanding base, until more
widespread changes take place.

The brevity of this summary may not do justice to the deliberations
of the workshops of the conference. However, the high degree of

interest and concern of the participants is shown by the fact that,

..stateyide . basis were expressed before the workshops adjourned.
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SPECTAL INTEREST SEMINARS

Participants had the opportunity to attend one of four concurrent
special interest seminars. '"Racism and Sexism: Competition or
Coalition?" led by Carol Kummerfeld, director of the Women's Rights
Unit, USCCR; "Affirmative Action: Implications of DeFunis," led
by Harold Fleming, president of the Potomac Institute, Washington, D.C.;
”BiLiqgualism—Biculturalism," led by Ruth Cubero, deputy director
of the Commission's Northeastern Regional Office; and, "Boston
School Desegregation," led by Muriel Snowden, director of Freedom

House, Roxbury, Massachusetts.
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